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ABSTRACT 
This research study, uses retail companies with retail outlets in China as a focus, tries 
to prove that cultural differences exist between Hong Kong and China, and there 
should be differences in managerial qualities for retail managers deployed to PRC and 
managers in Hong Kong. It is found that, though retail companies do consider there 
should be differences in managerial qualities, the dynamic nature of PRC consumer 
market and its non-sustainable demand are actually the primary determinants of 
company's decision in selecting retail managers deployed to China. Reality leads 
companies to apply a more practical method by selecting over-qualified retail 
managers, as they are flexible enough to capture the dynamic consumption wave. The 
findings suggest that, though cross-cultural considerations provide insights to 
businessmen, it is not a mature time to study cultural differences in China at this 
present moment as it is still a developing country and many other factors override the 
importance of the cultural factor. 
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Since its Open Door Policy in 1978, China is regarded as a very high potential 
market. Foreign companies entered China and set up their business in different 
industries. As the Chinese government is continuously releasing its control in foreign 
companies' business in China and more industries are now opened for the foreigner 
investors. The retail industry is one of the examples. 
Before 1992, no foreign retailing shops were allowed to set up in China; since 
then, the government moved to ease retail investment restrictions and foreign retailers 
was lured by annual 20 percent sales increase and continuously entered the China 
consumer market. [The Asian Wall Street Journal, March 7,1995] 
Among all those foreign retail shops, most of them were set up by their 
company's Hong Kong office. Foreign companies, in this sense, include both Hong 
Kong companies and multinational companies. Few companies directly entered the 
China retail market without using their Hong Kong personnel to act as�explorers' • 
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The common practice for foreign retailers is to deploy their Hong Kong managers to 
set up and operate their PRC shops and to supervise PRC local Chinese staff who are 
employed as sales and salesladies. 
Aims of the Study 
The aim of this study is to examine the current human resources strategies of 
companies for their retail shops in China, which include factors and considerations that 
influence the decision in selecting what kind of retail managers to deploy to China. 
Retail managers, in this study, especially refer to those that directly supervise 
PRC local retail personnel. This paper is to study what kind of qualities expatriate 
retail managers should acquired, that are most suitable to the Chinese retail business 
environment, which also lead to a success of the company. 
The cultural differences issue are particularly addressed, to see whether 
companies place the highest priority in selecting managers that are best suited to 
Chinese culture or there are other factors that companies consider when selecting 
managers. 
It is hoped that, through academic research and other companies' experiences, 
this study can reflect the current situation and provide some insight to those retail 
companies that are operating in China or companies that plan to start its business in 
China� 
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Rationale of the Study 
China and Hong Kong are two very different systems, they have great variance 
in political system, economic system, government regulations and policies, 
management practices and, especially culture of the people. Base on the fact that more 
and more foreign companies are entering China to set up their business, and their usual 
practice of deploying Hong Kong managers to China, Hong Kong managers deployed 
are actually facing a somewhat totally different picture in China. 
In Tom Peters's book, In Search of Excellence’ one of the key factors that 
contributed to a company's success is People, specifically customer and employee 
satisfaction. As culture of the local PRC people is different from expatriate Hong 
Kong managers, it is worth studying what kind of managers that can handle the staff 
and customer in the most efficient and effective way which finally contribute to the 
success of the company. 
The reasons for studying the retail industry is that, China has just opened its 
retail market in 1992. It is forecasted that there will be more and more retail 
companies, both from Hong Kong and overseas, will enter the China market to set up 
their retail outlets in the coming future. Therefore, this study can provide some 
insight for companies that start their entry to China. 
And by studying whether cultural differences exists between Chinese managers 
and local PRC staff provide a good insight because if Hong Kong Chinese have 
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cultural differences and problem with the local PRC Chinese, then other foreigners 
will have much greater problem. 
Organization of the Study 
This study are divided into eight chapters. The first four chapters are 
introductory chapter with chapter 1 as the introduction of the study. Chapter 2 
provides a general view of management in China. A literature review on cross-cultural 
management was introduced in Chapter 3 and Chapter 4 studies the cultural 
differences between Hong Kong and PRC specifically. Chapter 5 discusses the 
hypothesis of the study and methodology of this study is explained in Chapter 6. 
Chapter 7 examines the findings accompany with a discussion and analysis. And 
finally, Chapter 8 comes to the conclusion of the whole study. 
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CHAPTER 2 
MANAGEMENT IN CHINA 
Management in China has undergone a drastic change. Before 1978，s 
economic reform, China adopted the socialist political and economic system, every 
aspects in the country are controlled by the government. There are only state-
enterprises and collective enterprises and management at that time is performed mainly 
by the party officials. Employees are protected and reward under the socialist system 
of�every man gets what he needs'. 
China's economic reform in 1978 has brought foreign investors to China, it 
also affected the management and the mentality of people in a way that is different a 
lot from the past, and even different from any other countries. 
Since the reform, China still remain a socialist country but carried out a�market 
economy with Chinese characteristics'. China is exposed to more external influences 
and the whole country is under a kind of achievement motivation which is different 
from those achievement motivation in Singapore and Japan. The achievement 
motivation in these two countries are relatively more production-oriented, while in 
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China, the achievement motivation is mainly consumption-oriented, which is rather 
short-term oriented. In addition, the country has been undergoing a massive wave of 
consumerism. All these has posed impact on and companies' strategies and policies and 
also on management in China. 
The key to be successful in business are also influenced by that consumption-
oriented achievement motivation. Companies need to take action as fast as possible so 
as to capture the short-life consumption wave. If not, the consumption wave will die 
out and have to wait for another wave to come, and this may mean more than a year. 
The management context and value, are highly influenced by that consumption-
oriented achievement motivation, which is actually quite short-sighted, and place 
emphasis on achievements in the fastest and efficiency way. People in the whole 
society, no matter at which level, is driven by this kind of achievement motivation. 
Corruption, getting benefits through guanxi (relationships) are some of the by-
products of this kind of mentality and phenomena. 
As the management context and value focus on short-term, rather than long-
term development, training is difficult to develop; besides long-term manpower 
planning is also hard to carry out in this fluid context or environment. 
To foreign retailers, it seems that they do not consider all these a problem. 
Rather，the massive wave of consumerism implies good business opportunities. Hong 
Kong expatriates are being relocated to China to explore the opportunities and to set 
up retail outlets, and it seems that the Hong Kong companies are found to be able to 
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capture the consumption-oriented achievement motivation of the PRC people and 
began setting up their business in China and did tremendously well since 1990s. 
However, it is the culture factor that come to the attention, as China and Hong 
Kong are two different environments, will the business performance be improved by 
deploying a manager that can fit to the PRC culture ？ This question will tried to be 
answered in the following chapters. 
8 
CHAPTERS 
CROSS-CULTURAL MANAGEMENT - LITERATURE REVIEW 
The world is getting smaller and smaller when companies around the world 
start to enter new markets and set up their offices overseas. Mangers are now more 
likely to deal with individuals from other national cultures or being relocated to other 
overseas offices. Because of that, cross-cultural management become a heated topic 
for discussion. 
In this chapter, the concept of culture is introduced. It will then follow by a 
discussion of two schools of thought that dominated the overseas assignment decisions 
and expatriate selection criteria : the practical school of thought and cross-cultural 
school of thought. It is hoped that this chapter helps to furnish a theoretical 
framework that facilitates the study on how Hong Kong retail companies deploy 
expatriates to China in the later chapters. 
What is Culture ？ 
There are never a single definition of "culture，，. A comprehensive and generally 
9 
accepted definition has been stated by Kroeber and Kluckhohn in 1952. In their 
opinion,�culture consists of patterns, explicit and implicit of and for behavior acquired 
and transmitted by symbols, constituting the distinctive achievement of human groups, 
including their embodiment in artifacts'; the essential core of culture consists of 
traditional (that is, historically derived and selected) ideas and especially their attached 
values; culture systems may, on the one hand, be considered as products of action, and 
on the other, as conditioning elements of future action [Kroeber & Kluckhohn 1963]. 
Contemporary studies sort into those that deal with culture as an implicit 
feature of social life. Hofstede's definition is employed : 
�the collective programming of the mind which distinguishes the members of 
one human group from another..…Culture, in this sense, included systems of 
values; and values are among the building blocks of culture. ‘ [Hofstede 1984] 
This implies that: 
o culture includes systems of values; 
• a culture is particular to one group and not others; it is shared by all or almost all 
members of that social group; 
o it is learned and is not innate, it is passed down from one generation to the next; 
® it shapes behavior or structure group members' perception of the world in uniform 
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and predictable ways. 
Two Schools of Thought Concerning Managerial Performance 
When company decides to place expatriates overseas, there are actually two 
general schools of thought that either one, usually, dominates in overseas assignment 
decisions. They are the practical school of thought and cross-cultural school of 
thought, both argue for two different core ideas. 
The Practical School of Thought 
The first school of thought concerning managerial behaviors might be named 
the "practical" school. It is termed the practical school of thought because it seems to 
be the school of thought to which most practicing managers who select individuals for 
overseas assignment seem to belong. 
The assumption underlying this school of thought is that a good manager in one 
country or one culture will be a good manager in another country or culture. 
Executives responsible for international personnel generally operate under this 
assumption that a good manager in Hong Kong will be a good manager in China. In 
other words, different cultural or different business environment will not undermine the 
effectiveness of managers. A capable manager can make use of his or her experience 
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and knowledge that makes adaptation possible and easy; therefore, cultural differences 
will not be taken in the consideration, as an effective manager have the flexibility to 
adapt in any different culture. In this way, domestic track record and willingness to 
accept the overseas assignment are generally the two main selection criteria. 
Data showed that approximately 70% of American expatriate managers are 
sent on overseas assignment without any preparation or training, as it has been 
assumed that performance in the United States predicts performance overseas [Black 
1988; Tung 1981]; and that executives argue that training is neither effective nor 
necessary [Mendenhall & Oddou 1985]. Furthermore, Black found that a majority of 
American expatriates sent on assignments to Pacific Rim countries are socialized to 
believe that the skills, abilities and managerial behaviors that they bring with them are 
appropriate for overseas assignment [Black 1989]. Scholars like Negandhi and Prasad 
also de-emphasized the role of culture in managerial effectiveness and would not be in 
disagreement with this school of thought [Negandhi & Prasad 1971]. 
The Cross-Cultural School of Thought . 
In this second school of thought, scholars state that people in different 
culture will have different values and behavior. And cultural differences are seen as an 
important consideration when overseas assignment decisions are made. 
Concerning the effectiveness of managers, Farmer and Richman agreed that the 
effectiveness of a particular managerial behavior is a fiinction of the culture in which 
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the behavior is performed [ Farmer & Richman 1965]. Or in other words, a person 
that performs well in one culture may not perform well in another culture. The basic 
logic for this school of thought is that because managerial attitudes and values differ 
from one culture to another, so do effective managerial performance. Therefore, 
managers that perform well in one culture may not perform as effective as in another 
culture, due to difference in cultural environment where the mangers are in. 
The same idea applied to expatriate manager's supervision of subordinates. As 
the subordinates have different culture with the expatriate managers, in order to have 
better understanding, communication and supervision, managers should have qualities 
that can fit into the culture of that host country. 
In assessing the issue of value differences by culture, England and his 
colleagues examined the relationship between values and success by examining 
managers from several different countries [England & Lee 1974; Whitely & England 
1977]. These studies found that nationally had a significant influence on the 
constellation of values of managers from different countries. 
In his study of values across 48 different countries, Hofstede found that certain 
countries clustered together on four value dimensions : power distance, uncertainty 
avoidance, individualism versus collectivism and masculinity versus femininity, but 
there are also substantial differences among clusters of countries [ Hofstede 1980]. 
Black and Porter's study on managerial behaviors and job performance proved 
that a successful managers in the United States may not succeed in Hong Kong due to 
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cultural differences [Black & Porter 1990]. Tung [1982] and Hemphill [1957] study 
also aimed that culture as a major determinant of success or failure of managers 
expatriates. 
In total, the results of all these studies provide support for the notion that 
managerial attitudes and values differ by culture and are therefore differentially relate 
to managerial effectiveness. 
Conclusion 
There is mixed support for the two schools of thought as they presented two 
different ideas. There is actually no absolute good or bad comparison, one cannot say 
which school of thought is better or which one is worse. They only present two 
different value, opinion and phenomenon in selecting and assigning expatriates. And in 
later chapters, the cross-cultural school of thought will be tested, through practical 
research, to study whether it is applied by Hong Kong retail companies in expatriates' 
deployment to China. 
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CHAPTER 4 
CULTURAL NOVELTY BETWEEN HONG KONG AND CHINA 
Cultural novelty means differences between two cultures. And cultural novelty 
exists between Hong Kong and China. It seems that there should not be any cultural 
novelty because Chinese people and Hong Kong people have common origin, shared 
ideology of Confucianism and physical proximity. However, there are actually three 
different kinds of culture : ethical culture, national culture and subcultures, and it is 
important to distinguish between them. 
Though Hong Kong and China share the same ethical culture, however, they 
have different national culture and subcultures. Kelly, Whatley and Worthley [1987] 
point out that there are differences in the legal, political, social, educational, economic 
and organizational aspects between them. China and Hong Kong have fundamental 
difference in national culture as China is a socialist country and Hong Kong is a 
capitalist society, they are ideologically different. Other aspects like government 
policies and practices are derived from the basic ideology, so in national cultural 
perspective, China and Hong Kong are different. 
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For the sub-cultural differences, Hofestede have a study in subculture based on 
his model - Value Survey Module (VSM). The VSM identifies fundamental 
differences in the way people in various nations perceive and interpret their world. 
Huo and Randall [1991] made use of a modified version of Hofstede's VSM to 
measure value scores ethical Chinese living in different places have substantial 
difference in value scores. Table 1 shows different value scores of Wuhan, Hong Kong 
and Taiwan. 
Huo and Randall stated that this differences are attributed to variation in 
political ideology and economic system existing among the three countries. These 
further proved that though people living in these three regions are Chinese people, they 
have different value scores; in other words, cultural differences exist between these 
Chinese societies. This also implies that, it is danger to apply same practice and 
standard to all Chinese societies, as a lot of variations do exist in different them. 
E m ^ ^ ^ s 
Wuhan f l ^ ^ 
Hong Kong 57 124 54 -17 
Taiwan 86 51 19 -22 
Table 1 VSM Score for Three Chinese Repinns 
Source : Huo & Randall (1991) 
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Hofstede，s�Four-Dimension，Model 
The four dimensions in the table came from Hofstede，s famous model in 
measuring cultural differences at workplace, which have been briefly mentioned in the 
last chapter�As this study mainly focus on cultural differences between China and 
Hong Kong, therefore, in the following, only the culture of these two places will be 
discussed in the following. 
1. Power Distance (PD) 
It is the distance between individuals at different levels of a hierarchy. This 
dimension deals with the desirability or undesirability of inequality and of dependence 
versus interdependence. 
At work place, where power distances are high, employees manage their work 
according to what the manager wants or they intuit he wants; while managers see 
themselves as benevolent decision-makers. Coercive and referent power is stressed 
over reward, expert and legitimate power. And when power distances are low, 
employees dislike close supervision from the boss and not afraid to voice disagreement 
with their boss. Interdependence between employees is stressed. 
Regarding a country as a whole, China is a high power distance country, which 
means everything is centrally controlled by the government. All its state enterprises 
have rigid structure and bureaucratic. Though it is less centralized since it opened its 
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door in 1978，China is still a high power distance country compared with its western 
counterparts. In the above table, Hong Kong is positioned somewhat at the middle in 
power distance while Wuhan of China has a higher power distance index. Furthermore, 
Laurent [1983] study showed that Mainland Chinese stress hierarchy, subordinates are 
needed to seek for permission from superior levels, this implies its power distance is 
quite high. 
2. Uncertainty Avoidance (UA) 
For uncertainty avoidance, it measures how far different cultures socialize their 
members into accepting ambiguous situations and tolerating uncertainty about the 
future. Members of high uncertainty avoidance cultures appear anxiety-prone and 
devote considerable energy to lessen the uncertainty. 
For culture that has low needs of uncertainty avoidance, employees have a 
greater readiness to take risks and less emotional resistance to change. Inter-
organizational conflict is considered natural, and compromise is an accepted route for 
reconciliation. The manager is prepared to break formal rules if necessary. 
For culture that has high needs to avoid uncertainty, employees place a 
premium on job security, career patterning and recruitment benefits. There is a strong 
need for rules and regulations; the manager is expected to issue clear instructions and 
subordinates' initiatives are more tightly controlled. 
From the above table, Hong Kong indicates a higher uncertainty avoidance 
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index than any other two Chinese societies. Hong Kong is a dynamic place, people 
tend to protect more themselves from uncertainty, they will have great concern in job 
benefits. Besides Hong Kong is currently undergoing different political changes, 
people tend to lessen their uncertainty in such an uncertainty environment. People in 
Wuhan tend to be quite closed to Hong Kong as China is a socialist country that 
place emphasize on social welfare. State enterprises used to look after all its 
employees 'from cradle to grave�. That is the reason why Chinese people place high 
emphasize in employment benefit. Moreover, China is also undergoing drastic changes 
in economic and social aspects, like Hong Kong people, people in China are more also 
more tend to reduce their uncertainty and therefore the uncertainty avoidance index is 
not low. 
3. Individualism (IDV) versus Collectivism 
Individualist cultures stress individual achievements and rights and expect 
individual to focus on satisfying his or her own needs. Competition is expected. 
Individual decisions are generally prized above group decisions, and the individual has 
a right to thoughts and opinions which differ from those held by the majority. An 
individual under the culture that has high individualism aim at pursuit his or her self-
interest more than aiming at the collective good. Therefore, the manager lacks 
emotional attachment to the company, and his/her involvement is essentially 
calculative. Besides, he or she aims for variety rather than conformity in work. 
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While in collectivist cultures, the distinction made between in- and out-groups 
means that altruism may be restricted to members of one's group. A high premium is 
placed on group loyalty, and loyalty is valued above efficiency. 
Chinese by ethical nature are more collective compared with their western 
counterparts. And under the board category of Chinese, there is differences between 
Chinese in China and Chinese in Hong Kong. Hong Kong has a higher individualism 
index than China as it is a capitalist state, which stress individual ambition that strive 
for success. 
China, as a socialist country, is widely regarded as having a collective culture 
which aim at collective interest. This is also an official political idea advocated by the 
Chinese government : Collective good should always precede individual interest. 
However, it is forecasted that individualism of China will increase. As China has 
implemented its market economy 'with Chinese characteristics', many people have 
more freedom to chose their careers, and more freedom to change jobs. Collectivism 
remains only in state enterprises now. For those that left the socialist system's security 
like setting up their own business or working in joint ventures or foreign-owned 
enterprises ( in this case, staff employed by the foreign retail outlets owned and/or 
managed by foreign expatriates), their individualism will be higher. And this 
phenomenon will become more solidify and vivid in the coming future. 
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4. Masculinity (MAS) versus Femininity 
In masculine cultures, sex roles are sharply differentiated and traditional 
masculine values such as achievement (defined in terms of recognition and wealth) and 
the effective exercise of power determine cultural ideals. Managers are less attracted 
by a service ideal. Decisions by the group rather than the independent decision-maker 
are respected. People are expected to be assertive and competitive. Hofestede stated 
that the more masculine the culture, the greater the importance associated with work 
and work relationships. 
In feminine cultures sex roles are less sharply distinguished. The dominant 
values are those usually identified with the feminine role. Achievement is measured in 
terms of the living environment and human contacts, rather than of power and 
property, and motivation is less. Members stress relating to others rather than 
competing. Individual brilliance is suspected and the outsider and anti-hero are 
regarded sympathetically. 
From the index of the above table, the Chinese culture is more masculine than 
Hong Kong culture. It is not surprising to see that the Mainland Chinese have a high 
masculinity index. This is particularly true in these last few years. The Chinese people 
nowadays admires those people that can 'show off in wealth, knowledge and 
�background�(social network and kinship). Though social network and relationship 
means femininity, and Chinese people place great emphasize in relationship, but not the 
relationship between managers and his or her subordinates. People in China keen on 
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becoming rich and becoming successful in a short time, showing a glamorous image is 
very important to the Chinese nowadays. All these show high level of masculinity 
within China. 
While for Hong Kong, there is less sex role difference between women and 
men at workplace and Hong Kong people emphasize more in human relationship. That 
is why a negative masculinity index can be explained. 
Conclusion 
From the above analysis, except the uncertainty avoidance index that China and 
Hong Kong are quite similar, cultural novelty does exist between Hong Kong and 
China. Both cultures have differences in power distance, individual versus collectivism 
and masculinity and femininity. This also infer people from these two cultures have 
different thinking, practice and expectations. And based on all these differences, a 
hypothesis is stated in the cross-cultural perspective and is going to be tested in the 




Hypothesis : There are fundamental differences in qualities, both managerial and 
personal，between managers deployed to PRC and managers in HK 
Based on the analysis of the previous chapters, cultural differences between 
Hong Kong and China do exist. Together with the ideas of the cross-cultural school of 
thought, Hong Kong managers deployed to China should have different qualities, both 
in terms of managerial and personal qualities. They should be well fit to the PRC 
culture without much problem and eliminate problems lead by cultural differences in 
China which have mentioned before. 
However, beside the above-mentioned cultural differences (Hofstede's four 
dimensions) that have to deal with, the retail managers deployed to China also 
encounter other obstacles or variation that they may not encounter in Hong Kong. To 
supplement the analysis of this study, an attempt is made in this chapter to make a 
comparison between the retailing industry in China and in Hong Kong, based on four 
main areas : environment, customer, staff and government and regulations. Together 
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with the cultural differences, this further solidify our hypothesis and argument that 
retail managers deployed to China have fundamental different qualities. 
To be a successful retail manager, the general principle is to understand the 
customers, know the market, and able to supervise staff and motivate them to achieve 
company goals and objectives. The qualities that a manager in Hong Kong required 
should also be acquired by a manager deployed in PRC, but the latter one should 
acquired even more skills and qualities to deal with such a different market: 
Environment 
The first explicit differences are the language spoken. There is not much 
difference for places in the Pearl River Delta, but there is significant difference in the 
northern part of China like places in Beijing, Shanghai, etc. In Hong Kong, managers 
do not have to border the language issue, as 97% of the Hong Kong population is 
Chinese and speak Cantonese. However, if managers are deployed to China, they 
should have the appropriate language skills. If they have to deployed to northern part 
of China, they should know Mandarin, or even some local dialects (Shanghai people, 
for example, usually speak Shanghaiese). Appropriate language skills is one of the 
most important means to break the cultural barrier, and knowing the local language is 
essential for managing and monitoring staff, dealing with customer and dealers. 
Another quality that a manager deployed to PRC should acquired is quick and 
very good adaptability in new situations. This is important for any expatriates if they 
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are relocated to an environment different from their home country. For PRC, 
differences can be found in areas like food, housing condition, entertainment, political 
conditions, transportation, health care system, sanitary conditions, etc. from Hong 
Kong. Cultural differences become greater especially when expatriates move further 
northwards. Therefore, able to adapt and adjust to new environment is also an 
essential quality. 
As companies usually only relocate one or two expatriates to set up retail shops 
in China, they should be definitely very independent and assertive and have full 
psychological preparation to face the challenge of working in a totally different cultural 
context. They should be independent enough because the company may not even have 
any other staff, beside him or her, in China. Therefore, the expatriate get hardly any 
support. Everything have to start nearly from zero, thus they should also have the 
initiative to do and explore things. As the business, successful or not, are heavily 
depend on the expatriates' initiative. 
Customer 
Customers in PRC differ a lot from their counterparts in Hong Kong. They 
have different taste, buying mentality and expectation from the retail products and 
services. For example, as foreign products and foreign retailers only came to the 
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China market in these last three years, there are many products that are very new to the 
PRC customers. There are a lot of things that PRC customers have never seen before 
or never tried before. Thus, managers that deployed to PRC should have enough 
product knowledge to explain to customers. Especially if customers have misused the 
product, the managers should know how to handle the customers and the managers 
should have the patience to explain to customers. Therefore, the expatriate retail 
manager should know what customs, techniques or way that the PRC customers like 
to be dealt with, and this come to the skills in handling cultural differences. 
One extra point that need to add is that, it is also important for managers in 
Hong Kong to have good product knowledge; but even he or she is a generalist, he/she 
can still get other technical personnel to help him/her in Hong Kong. But for a 
expatriate manager in PRC, there is usually no other technical colleagues to help, 
therefore he/she needs extra knowledge and skills to deal with a group of customers 
that are still not so sophisticated. 
Staff 
This is a very important aspect since people is a very essential factor in 
retailing, that managing staff efficiently and effectively is one of the key issue for a 
retail manager. As point out in the previous section, the culture in PRC is very 
different from Hong Kong. PRC people was under the socialist rule that de-
emphasized hardworking, and was governed by the 'iron rice bowl' mentality for so 
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long, managers must spent more time to motivate and train the staff. 
As mentioned in the previous chapter, Chinese culture has high power distance, 
which means, PRC staff require more supervision. According to Stewart and Chong 
[1990], local PRC staff are usually more reluctant to take initiatives, to put forward 
their own ideas and be prepared to take responsibility. Therefore, managers should 
keep an eye on the staff and encourage them more to take more initiative and teach 
and educate them how to provide good services. 
The companies that Hong Kong managers belong to always intends to bring 
Hong Kong western management techniques or usual practice to their PRC retail 
shops. This has obvious potential for conflict and require great patience and tolerance 
on the part of the expatriate manager [Stewart and DeLisle 1994]. The manager should 
understand all these differences of the PRC staff and know the skills to deal with them. 
One thing that must be noted is the mentality of the managers. Though China 
is less developed than Hong Kong in many aspects, managers should not look down 
upon PRC people. As retail industry heavily rely on the local customers and 
employees, understanding of the local market is one of the success factors. Therefore, 
managers should keep an open mind, and try to understand the PRC people, try to 
learn from them so as to get better understanding of local Chinese staff. 
Government and Regulations 
For every retail shops open in China, they should apply licenses from the 
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government. This is usually done by the expatriate manager who responsible for the 
establishment of the shops. And once the licenses have obtained, the manager also 
needs to deal with many other government regulations, which are dynamic and always 
change according to government policies. That means, from starting the retail business 
to its actual operations, expatriate managers have to deal with Chinese officials a lot, 
this is seldom needed for Hong Kong retail managers. 
Therefore, a expatriate retail manager in PRC has to acquire skills and qualities 
that are not needed by his/her Hong Kong counterparts, this include skills in dealing 
with the Chinese government, negotiation skills especially in obtaining operating 
licenses, social skills to establish gwawx/ with Chinese government officials, etc. 
Conclusion 
To conclude, all analysis above proved that, in addition to be�culturally 
suitable��expatriate managers relocated to PRC has to have additional or extra skills 
and qualities compared to their Hong Kong counterparts, given the retail industry of 
China and Hong Kong are so different. With a hypothesis set in the cross-cultural 
perspective, a research is carried out to test the hypothesis, which will be further 




With the hypothesis set in the cross-cultural perspective, the study is to test the 
hypothesis : whether retail companies really consider there is fundamental differences 
in qualities for managers deployed to China and, in addition, use it as a selection and 
deployment criteria. A number of 60 Hong Kong retail companies, that also have retail 
outlets in China, selling different products or services are selected. Questionnaires (see 
Appendix) are sent to ask about what kind of qualities that managers deployed to 
China possess or should possess. 
As this study is to examine the cultural school of thought, and the hypothesis is 
also set in the cross-cultural perspective, it is to test whether retail managers sent to 
China will have different characteristics compared with Hong Kong retail managers. 
Therefore, all of the questionnaires were sent to retail companies whose products and 
services are sold in China. In order to obtain a more comprehensive picture, eight types 
of companies are chosen for the study, this include (a) apparel and accessories; (b) 
jewellery; (c) cosmetics and personal care products; (d) department store; (e) food 
29 
chain; (f) shoes and handbags; (g) optical products; and (h) supermarkets. Table 2 
shows the number and types of companies where questionnaire are sent. 
Types of Products or Services Number 
Apparel & Accessories 29 
Jewellery 4 
Cosmetics & Personal Care Products 5 
Department Stores 6 
Food Chains 6 
Shoes & Handbags 2 
Optical Products 4 
Supermarkets & Groceries 4 
Total 60 
Table 2 Types of Companies under Study 
The questionnaires are especially directed to human resources managers or 
China operations managers in the company, who responsible for selecting Hong Kong 
personnel to deploy to China. 
All the companies were asked the same kind of questions which are mostly 
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open-ended. Open-ended questions allow flexibility by giving room to the respondents 
to give his answer through personal knowledge and companies' experience and 
practice without any constraints. 
Questions first included a comparison between the characteristics of retail 
industry in Hong Kong and in China. Then the respondents were asked to rank four 
most important management qualities, among a pool of thirteen qualities, that 
constitute a successful retail manager in general. This followed a question that asked 
whether managers that supervise PRC staff need extra or additional management 
qualities. Same kind of questions were asked for personal qualities. By asking what 
special qualities a manager working in China should has, all these questions aimed at 
studying what kind of criteria or factors that companies consider when selecting Hong 
Kong personnel to China. 
The respondents were also asked to cite specific examples and cases that 
highlight the reasons why the management and personal qualities he/she chose are 
important for managers that deployed to China. A question about whether there is any 
training provided for staff deployed to PRC are also asked. And finally, the 
respondents were asked, according to his/her experience, what are the most common 
recruitment mistakes made by the companies when deploying or recruiting staff for 
retail outlets in China. 
In order to ascertain more information about the companies' retail outlets in 
China, the number of retail outlets, the time that they started operations, the locations 
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of the retail outlets, number of local PRC retail staff and number of Hong Kong 
expatriate managers in China were also asked. 
All the questionnaire were sent on March 1, 1995 and the respondents are 
expected to return their response before March 31，1995. 
The data obtained will be analyzed by qualitative method, which included 
grouping the response and rank the most common factors that determine companies' 
selection criteria and the most important qualities perceived by companies that should 
be acquired by managers deployed to China. 
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CHAPTER 7 
FINDINGS AND DISCUSSION 
Concerning those sixty companies where questionnaire are sent, none of them 
give any response. Telephone and personal interviews were then followed up 
immediately as remedial action. And the profile of the companies interviewed are as 
follows: 
Name of the Nature of Product or Total No. of S e l f - ~ Cities No. of Further 
Companies Services Sold operated Shops in Shops expansion 
China in coming 
1-2 years 
9 
Millie's Handbags & Shoes Not decide to set up - I N^ 
retail outlets in the 
time being 
Optical Shop Spectacles & Optical 1 (in 1995) Shenzhen 1 
products (2 closed in Jan 95) (Shanghai) 2 
Watson's - Food, Personal Care & 5 Shanghai ~ 2 Not willing to 
The Chemist OTC products Guan^ou 2 — ! � � 
Beijing 1 
Isten of Japan Japanese Department 1 Shanghai 1 Not willing to 
Store — � 
Seibu High-end Dq)artment 1 Shenzhen ~ 1 N^ 
Store 
Goldlion Men's Clothing & 3 Guangzhou 1 n^ 
Accessories Beijing 1 
Shanghai 1 
Table 3 Retail Companies Interviewed Through Telephone or In Person 
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Reasons for Poor Response Rate 
For other academic research which used the direct-mail method for data 
gathering, it is quite reasonable and usual to have a low response rate; however, there 
are few cases that has such a poor response as this study. The poor response rate of 
the questionnaire do have some reasons and implications, and attempt is made to try to 
infer the reasons behind. 
There are only two reasons that can explain the poor response rate and those 
two reasons can be treated as mutually exclusive : either the consumer market of PRC 
are so prosperous that the managers of those companies are too busy to give any 
response ； or the consumer market are too bleak that the managers are too indolent 
and do not have any mood to fill in the questionnaires. If these are the two reasons, 
then studying the nature and prospect of the consumer market of PRC will be a logical 
way to proceed the analysis. 
The Nature of the Consumer Market in PRC 
As mentioned in Chapter 2, the Chinese economy has become a very strong 
consumption-oriented economy, especially since June 1990. The country has 
experienced a massive wave of consumerism. Plus steadily increasing incomes, this 
provide opportunities for its retail industry to expand greatly. Volume rose 22% in 
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1993 to reach 1340 billion yuan and is expected to be more than double by the year 
2000. People percentage of income spent on basic necessities decrease since 1990, 
while spending luxurious goods increase. And consumer spending in 1993 was 
US$261 billion, which are expected to increase to US$734 billion in 2003 [DRI 
McGraw Hill Report October 1994]. All these provide a very glamorous picture for 
the retail industry, especially foreign investors to compete in the retail industry. 
To enhance this promising prospect, it is also forecasted that, by 2003, China 
will become the largest market for electrical goods for all kind; and by 2015, China will 
overtake US and become the largest consumer in the world [DRI McGraw Hill Report 
October 1994]. 
Although China is destined to become a major retail market, merchants can 
realize its potential gradually rather than rapidly, as there are many hidden thorns 
behind the rosy picture. The country does experience strong consumption orientation 
but it only pertained for several years, and it has already reached a plateau in 1994. 
This is due to persistent high inflation rate. In 1994, the inflation rate was 24 percent, 
and it was even 30% in Shanghai. 
Besides, the consumption growth in China was 7.5% in 1994. By comparing 
the consumption growth of Korea in 1970s which was 7.5% and Japan 9.2% in I960, 
China has a population that is 10 times of Korea and Japan combined (1.2 million), and 
it still only got 7.5%, which means that the consumption growth is likely to reach a 
plateau and constant increase seem unlikely in the near future. It is therefore not 
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illogical to deduce that, though 1990 to 1994 is the golden period for consumption, 
1995 is the year of absolute turn, a slowing down period began. 
Therefore the nature of consumer market of PRC is very unstable and high 
fluctuated, the growth of consumer demand is also not sustainable. The consumer 
market has periodic ups and downs, and its ups will usually not last for a long time 
period. Take the recent example, the market continued to rise since the end of 1989, it 
kept on rising but began to go down at the end of 1994; and it becomes a down market 
in 1995. 
According to the above analysis and also information obtained from the 
interviews, the implication of the nature of the consumer market with its ups and down 
and its non-sustainable consumption demand, foreign retail investors can only have 
strong presence in the market share in a short period of time. If they cannot boost up 
its business by this short-life bloom, the foreign retail will soon die; it cannot endure 
more than 2 years. This is due to the reason that the demand is so unsustainable and 
the company will have to face a lot of competitors. The retailers, therefore, should 
either make strong killing to capture the opportunity or die out in the near future. 
The case of The Optical Shop Ltd. is one of the examples. It opened two 
stores in Shanghai, one started business at the beginning of 1992 while the other was 
opened at the start of 1993. However, they were all closed in the beginning of 1995 
due to the reason that demand is non-sustainable. The customers show their interest in 
the product for a short period, but then lose their interest. As different kinds of retail 
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outlets continue to open in China, customers continue to find themselves surrounded 
by new things, they try them until they get bored and go to try another. 
It is also because of the unstable nature of the consumer market in PRC that 
most of the foreign retailers interviewed are not going to invest more capital to the 
China market in the coming 1 or 2 years, as shown in Table 3. The reason why they 
do not quit the China market totally is that they intend to maintain their presence in 
China, so that they can be the earliest to gain when the market is up again. 
Another example that can be cited is Goldlion. Goldlion has many retail outlets 
(660 in 1994) but only three specialty stores. The specialty stores are directly invested 
by the company while other retail outlets do not require Goldlion to invest any. In 
1995, the company decide to expand its retail outlets to 1,000. Those retail outlets are 
considered as customers of Goldlion, buy the products from Goldlion and sold the 
products themselves. Goldlion does not need to invest any money. Therefore the 
strategy of Goldlion in the coming years is not to expand any fiirther and not to invest 
any vast amount of capital in the coming 1-2 years. 
Modification of the Hypothesis 
Therefore, it can be inferred that the reason for such low response rate of the 
questionnaire is that the consumer market in PRC is in its downs, thus the managers do 
not have the state of mind to talk about their human resources policy. From the above 
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analysis, we see the importance of the consumer market for foreign retailers in China. 
The nature of the consumer market is highly related to the policies of the retailers, 
especially retail foreign investor, who spent a high set-up cost to start business in 
China. 
During the interviews, when asked about whether retail managers deployed to 
China should acquired different qualities from their counterparts in Hong Kong, there 
is unanimous agreement among the companies that suitability to the PRC culture is 
important for managers to be deployed to China. However, they stated that, either 
explicitly or implicitly, that it is not the only thing to take into consideration. 
This response has totally matched with our discussion in PRC consumer market 
nature. As the company policies including expansion is highly determined by the 
nature and prospect of the consumer market, then it is not difficult to think of other 
policies including human resources policies and selection criteria, are influenced by the 
nature of PRC consumer market. It is especially important when it comes to the 
matter of survival, everything will be put into the second priority. The nature of the 
consumer market is so important to the survival of the companies, that it is being put in 
the first priority of consideration in companies' strategic plan formulation. 
Thus, based on the findings and the analysis mentioned above, the hypothesis of 
this study should not just include the culture factor. As having the culture is too 
simple that cannot reflect the reality of the situation which retail companies are now 
facing. The culture factor is still important for companies, but the nature of consumer 
38 
market should also be included in consideration. 
The Actual Practice of Companies in Selecting and Deploying Managers 
By studying the consumerism of China in recent years and the consumer 
market, there are actually more variables that affect the human, resources policy or the 
deployment of expatriates. 
After the findings and interviews with the above-mentioned companies, it can 
be seen that Hong Kong firms' priority in selecting managers is not in his or her ability 
to bridge and to handle cultural differences. Though it is agreed upon that it is 
important, but it is not as important as the consumer market, especially when choice 
have to be made between the two. And based on the consumer market the most vital 
concern of foreign retail investors are cost. These are supported by the above 
companies' decision to freeze expansion in the forthcoming 1 or 2 year of downs. 
Companies' focus in cost is especially apparent when the market is in its downs. 
Because it is the cost of operation that the companies most concern, managers 
that are selected to be deployed to China are usually those that cost the least. 
Especially the market is in its down in 1995. For example, in The Optical Shop case, 
the manager that now stations in the Shenzhen shop whose all his family members have 
already emigrated to Canada. Only he himself stayed here to work, and therefore he is 
less expensive to relocate, as allowances and benefit provided to his family members if 
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his family had to move with him can be saved. 
Therefore, when the PRC consumer market is in its downs, companies will be 
more cost-orientation and de-emphasis managers' quality and there is no culture-
specific criteria ； however, when the market is in its ups, the culture factor will given 
more focus and emphasize. In our initial hypothesis, it assumes that it is the most 
essential thing for a retail expatriate manager is to suit the Chinese culture so as to 
bridge the cultural differences and overcome the cultural barriers. After field research 
(interviews) and study of the findings, not just culture is important, the cost factor are 
even given more emphasize, due to fluctuate and unstable demand in the market. In 
short, when market is up, market nature plus culture factor will be emphasized; when 
the market is down, the company will emphasis cost. 
Based on the down factor of PRC market that cost is an important 
consideration, in addition to the unstable nature and unsustainable demand, the 
companies usually deployed managers that are over-qualified retail personnel to China. 
What over-qualified means they have the brilliant past performance record, 
usually at a senior level of the company, therefore, acquire, all the skills and 
knowledge. They should have no qualities that conflict with Chinese culture and they 
have the potential to adapt to the new environment easier; because they have the 
experience and flexible enough to adapt changes. 
As the demand is not sustainable, a over-qualified personnel can fully process 
and capture the benefit in short time, especially when the market is in its ups. In the 
40 
Strict sense, the over-qualified good managers pose lower cost, as he or she can be 
responsible for all the things, from set up to actual operation of the shop. This, on one 
hand, lowers the opportunity cost by saving the time and money to find the suitable 
person that suit PRC culture. The company only needs to deploy one over-qualified 
manager and he or she already responsible all the things. Time is also saved in the 
sense that training is, in fact, no need for them. 
To be sure, it will be the ideal to find managers that can fulfill all the 
requirements : both suitable to PRC culture on one hand, and cost least on the other. 
Since the consumer market in PRC is so dynamic, unstable and with its ups and downs, 
deploying over-qualified personnel is actually the second best choice that can be made 
in view of the current situations of consumer market in PRC. And considering the 
nature of the market is actually a practical method related to recruitment solution. 
So what the actual practice of the companies are a mixture of practical school 
of thought and cross-cultural school of thought: On one hand, they do recognize retail 
managers deployed to China should have different qualities as the PRC culture is 
totally different from Hong Kong ( cross-cultural school of thought ). And on the 
other, as they bear the nature of consumer market with its ups and downs in mind, the 
companies applied a practical method, that is, sending over-qualified personnel with 
the belief that the over-qualified, good managers are flexibility. Though there is 
cultural differences, the over-qualified, good managers can likely to make use of his or 
her experience and knowledge to fit into and to adapt the PRC culture easier (practical 
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school of thought). 
What Kind of Managers are Culturally Most 
Appropriate to be Deployed to PRC ？ 
At this present moment, the nature of the consumer market is still a dominant 
factor, especially with its ups and downs that cause demand fluctuations. But as the 
economy of China continue to develop, it is not difficult to forecast that it will become 
more stable and the consumption demand will become more sustainable. At that time, 
according to our assumptions, the culture factor will become more dominant and 
companies will place more emphasize on what different qualities a retail manager 
should have in order to be well fitted to the Chinese culture. 
Cultural differences is still a very important issue to address as problems caused 
by cultural differences can be very disruptive. Deploying over-qualified managers is 
only beneficial in the short term, it is too costly in the long term. For companies that 
really intend to commit its capital to invest in China in the long term, then it is 
important to study what qualities a manager should have in order to be successfully in 
China. The qualities mentioned in the following will try to address Hong Kong and 
PRC cultural differences, that are viewed through Hofstede's model, the four 
dimensions of cultural differences as mentioned in Chapter 4. 
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Power Distance 
As the power distance of the PRC culture is high, managers will be well suited 
to the PRC environment if he or she has the charisma and should be a highly 
determined person and highly able to exercise power. He or she should be able to 
give clear order and guidelines to the subordinates and should be very assertive so as 
not to be conformed to the PRC work standard. This is very important as the manager 
has to bring Hong Kong's management practice to China, he or she should be able to 
impose the new standard to PRC staff, rather than being conformed by their way of 
doing things or their slower work pace. 
Uncertainty Avoidance 
PRC Chinese has a high uncertainty avoidance than Hong Kong people, it is 
due to the fact that the market is a imperfect market. Long-term plan is difficult to 
formulate as everything is based on the market, which is fluctuated and unstable, and 
also the staff mobility is high. Therefore there is high uncertainty. An appropriate 
expatriate manager should be capable of planning and able to develop a highly 
structured working environment for subordinates, with clear objectives and work 
procedures and other planning (for example, manpower planning). This suit the high 
uncertainty mentality of PRC staff. 
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Individualism versus Collectivism 
As mentioned in Chapter 4, collectivism nowadays only exist in state 
enterprises. For people that left the collective framework and collective security, and 
work in foreign owned enterprise or set up their own business, they are even more 
individualist than Hong Kong. It is because they cannot rely on collective security and 
reliance any more, and they realize they have to rely on themselves, so as to compete in 
the increasing competitive environment. Therefore, these people has very high 
individualism. 
Hong Kong managers deployed to such a high individualism context should be 
more result-driven and profit oriented, rather than process-oriented which emphasize 
relationships. Managers with a short-term perspective can be easily identified by his or 
her PRC subordinates. 
Masculinity versus Femininity 
China can be said as a mixture of masculinity and femininity. Masculinity, in 
the sense that managers ability to present a glamorous image is very important, this 
includes having a famous university's diploma, having some professional qualifications, 
etc. As masculinity emphasis achievement and property, giving people an impression 
that you have good achievement is already enough, enough to impress others. 
PRC people also place high emphasis on social network and relationship -
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guanxi, and this is characteristics of femininity. But this does not mean relationship 
between manager and staff Compared to China, Hong Kong emphasize in employer 
and staff relationship, managers should be a good and sensitive listener that aim at 
serving the higher level of needs of employees, such as the social needs or even self -
actualization. But in China, monetary rewards is already enough. Therefore an 
expatriate manager should know all that tricks to handle his or her local staff. 
To supplement, apart from the qualities mentioned above, a retail managers 
should also include qualities that deal with Chinese retail business environment as 
mentioned in Chapter 5. Besides, the qualities mentioned above should actually be 
acquired by all the managers that deployed to China, not just the retail managers; as 
the PRC culture mentioned is universally applied to ail PRC local Chinese now. 
Conclusion 
Retail companies place higher priority in surviving in the fluctuating PRC 
consumer market than in the culture factor. However, it is forecasted that the China 
economy will developed and become more stable in the future, therefore, culture factor 
will forecasted to be placed more emphasize in the future. And managerial qualities 
that suit the PRC culture will mainly be the qualities that can fitted into the culture of 





From the analysis, it can be conlcuded that cross-cultural difference does exists 
between China and Hong Kong. However, in the reality, the culture factor is not being 
regarded as the highest priority by Hong Kong retail companies when deploying 
managers to China, though the companies still recognize the differences. It is, in fact, 
the nature of PRC consumer market that is the primary determinant for their human 
resources policies in China. Therefore, the companies are actually adopting a mixing 
of practical and cross-cultural school of thought. 
At the beginning of the study, the two different theoretical models are 
introduced and a hypothesis is set with the cross-cultural perspective. All these intend 
to show the actual phenomenon that prevalence in China today's situation. Actually, 
this study did not have any intention to judge whether the actual/current practice of the 
companies are right or wrong, nor have the intention to determine whether they are 
good or bad method. There is actually no correlation relationship between the findings 
and the two theoretical models, therefore it is difficult to evaluate which school of 
thought is better. Furthermore, the consumer market factor is so dominant and so 
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important that using either school cannot reflect the real situation and using which 
school of thought will not influence the business performance. 
It is due to the reason that China does not like other countries such as Canada 
and the United States, which are developed and stable. For these countries, studying 
whether culture differences impose high effect on the companies will be much effective 
and much easier. 
For China with its ups and downs market and high fluctuating demand, this 
makes market life cycle and the nature of the market more important. The key to 
success is able to capture the appropriate time of entry, not deploying what kind of 
mangers. If the company enter the market in the blooming period, no matter what kind 
of managers the company sent can easily lead to success. Take a specific case. A shop 
open along a high traffic road will certainly attract customers, there is no need for 
salesmanship or promotion. It is because China is a imperfect market, with demand 
greatly exceed supply. In this case, it is not the matter of what techniques or personnel 
the company use that contribute to its success, it is the environment, the phenomenon 
and the nature of the consumer market that determine its success. 
• So this may lead to another issue, that may be regarded as the limitation of the 
study. Due to the above-mentioned factors, it may not be a mature time to study 
cultural differences in China. There is no problem for developed countries, but China 
is a distorted, not a perfect, market, so it is much difficult to study the impact of cross-
cultural school of thought and the impact of cross-cultural differences. Maybe in this 
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present stage, it is premature to consider the cross-cultural issues in expatriates' 
deployment to China as companies at this moment have many other factors that are 
much important than culture factor to consider. 
However, in a practical standpoint, China definitely present a different cultural 
phenomenon for businessmen from Hong Kong and other parts of the world. The 
cross-cultural consideration provide insights to businessmen, not to apply same 
standard or view on Chinese market as there are variations in different Chinese 
markets. 
Besides, this cross-cultural topic is also worthwhile in the sense that it calls the 






The objective of this questionnaire is to study the qualities possessed by managers that 
supervise PRC locally recruited staff The data collected in this questionnaire is for 
academic purpose，and answer could be in either English or Chinese. Thank you for 
your time and patience. 
1. What are the major differences, if any, in nature and characteristics of retail 
industry between PRC and Hong Kong ？ 
2. According to your experience and your company practice, what management 
qualities constitute successful retail managers in general ？ Please rank four most 
important qualities by putting '1' as the most important qualities and '2', '3' and 
'4，respectively. 
Managerial experience Relationship skills 
Managerial talent International negotiation skills 
Adaptability in new situation Knowledge of international marketing 
Sensitivity to different customers' Legal skills 
cultures Motivation skills 
Language skills High task-orientation 
Abilitiy to work in cross-cultural Others, please specify 
teams 
3. Regarding the above management qualities, do managers supervise PRC retail staff 
need extra or additional management qualities?If so, what are those extra qualities? 
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4. What personal qualities constitute successful retail managers in general ？ Please 
rank four most important qualities by putting as the most important qualities 
a n d � 2��� 3�a n d � 4� r e s p e c t i v e l y . 
Open, non-judgemental personality Persistent 
Self-reliance Others 
Sociable Others 
Always take the initiative Others 
5. Regarding the above personal qualities, do managers that supervise PRC retail staff 
need extra or additional personal qualities ？ If so, what are those extra qualities ？ 
6. In relation to the differences specific above, any training provided for staff 
deployed to PRC ？ Please list. 
7. For the management and personal qualities of a successful retail manager, why did 
you choose these qualities ？ Could you recall or cite specific examples and cases 
highlight those management and personal qualities that are important ？ 
8. Could you explain and elaborate why those management and personal qualities are 
important for managers working in PRC ？ 
9. As there is increasing need in recruiting Hong Kong managers for retail industry in 
PRC, according to your opinion, what are the most common recruitment mistakes 
made by managers when deploying or recruiting staff to PRC ？ 
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Company Information 
Would you please explain briefly your company's retailing business operations in PRC: 
1 • The nature of your company's business (e.g. what kind of products are being 
sold, etc.) 
2. Retail shops 
a) Shenzhen 
Number of shops 
Total number of employees 
Number of HK expatriate staff stationed 
b) Guangzhou 
Number of shops 
Total number of employees 
Number of HK expatriate staff stationed 
c) Shanghai 
Number of shops 
Total number of employees 
Number of HK expatriate staff stationed 
d) Beijing 
Number of shops 
Total number of employees 
Number of HK expatriate staff stationed 
e) Others 
Number of shops 
Total number of employees 
Number of HK expatriate staff stationed 
3. When did your company start business in China ？ 
4. When did your company start business in Hong Kong ？ 
5. What is the source of capital ？ Is your company a HK company, an American 
company, a British company or a Japanese company ？ 
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